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MIMORANDUM FOR:  Deputy Director for National Foreiyn Assesswent
Deputy Director for Operatiens
Deputy Director for Sciemce aad Teclumwlogy
Chairmen, Mxecutive Career Sorvice Beoard

_— . Don 1. Hortnan DD/A Registry

Deputy Mrector for Administration Fﬂﬂ ot sen Zé

SUBJECT 1 Status of Consideratioms for Adoption of Cortain
i:gviﬁms of tha Civil Service Refors Act of
878

1. This seporandm is to inform you of the curvent statis of the
ongolng revisw of two primary featurss of the Civil Service Reform Act
of 1978 -~ The Senior lxecutive Service end Merit Pay for Supervisors --
as regards pessible adaptation for application within the Agency.

2. The CIA has bean exempted €rom the Senfor Ixecutive Service and
Merit Pay for Supervisors sectioms es well as most of the other major
provisions of the Reform Act. The basis for these exerptioms is prisarily
related to considerations other than a rejection of the theory and princi-
nles involved.

3, The Office of Persomnnel, thersfore, working in coordination with
the Offices of the Legislative Counsel and Gemeral Counsel has been and is
continuing to analyze the Senior Executive Service and Merit Fay provisions
of the Reform Act and is actively participating in the inforrational seminars
and briefing sessions conducted by the Office of Persomnel Menagement., The
Dffice of Personnel Mapagement is now In the procass of developing additional
interpretive guldances that are nseded and essential to the carpletion of
the fuller analyses of these provisions of the Act and the Mo;ment of
nroposals for possible modified adaptation within the Agency'’s persermel

memagement system.

4, Among the non-exempted agencles, which may not modify application
of the statute, the Senior Dxecutive Service is scheduled to becone offective
in July 1979 vhile Merit Pay is scheduled for phased iatreduction in 1879
with full implementstion in 1981. In the covered agencies, participation
iv the Senlor Executive «ervica and Merit Pay entitlerents for increased
baszic pay plus the various ''performence awards” is limited only to mper-
visors and xanagers without any comparsble emoluments for non-supervisory
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personnel. In an agency such as ours, adoption of these systems without
iaclusion of both swpervisors/managers and commarably graded non-sipervisors
would create inequities and would offer littls inducement and benofits for
our sentor anmalysts and substantive officers in relationship to excellence
of performance,

5. Conceptually the Senior Executive Service snd Merit Pay provisiomns
are quite attractive in that they establish a common thread tying directly
together individua) performance to individk oxpensation in relationship
to the accomplishment of pre-established perfonuance standands of assigned
organizational and individual objectives. The validity and success of this
performance/conpensation system will hinge upon the integrity and ohjectivity
of the performance evsiuation system that sust provide an equitable and
defensible basis for differentiated compensation between peers. 3asic ay
differentials that are not clearly linked and confimmed to perforsance
A fferential will quickly discredit the system. Similarly compensation
systems that do not bly differentiate campensation for Jobs involving
more demanding responsibilities and higher risks from those with lesser
desands will also be discredited. Thus, while the theoreticsl strengths of
the reforms are readily apparent, the practices of the reforms in terws of
the developrent of the operating programs mst be carefully desipned and
scruypullously epplied to insure their final value snd success,

6, The Office of Porsonnel has established a high priority to the
continued review of these aspects of the Reforn Act through analysis of the

gained
from initial applications instituted in the coverad agencies. It is also
mindful of commity implications and is touching base with the Resource
Management Staff. It is important that the Ageucy seek to avall itself of
those features of the Act that support effective mausgement but avoid pre-
mature comitrents that may lead to undesired consequences. As the OfFfice
of Persomel obtsins additional insights into the reforms and forrmlates
nore definitive positions relative to possible adsptations of those features
of the Act that appear beneficial to our Agency and owr persarmel we will
réquest your isputs concerning these issues so that appropriate recomendn-
tions can be made to the Director.

Don 1. Wortwan

Distribution:
Orig - DD/NFAC
1 - Each other adse
2 - Dh/A
2 - AD/Pers ORIGINATOR :

1 - OP/PEC Acting Director of Persomel |
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TO: (Name, office spmbol, room number,

building, Agan«.y/i’ost)

DD/OP
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IAction Fila Nots and Return
pproval For Clearance Per Conversation

As Requestéd For Correction Prepara Reply
Circulate For Your Information See Mo
Comment Investigate Signature
Coardination Justify

REMARKS

Ben:

I have read a number of your papers
on the question of the Agency's reaction
to the Civil Service Reform Act. Do
we have some kind of timetable to study

this question and make recommendations
to the DCI?

C.D. May
A/ DDA

P e

- !

DO NOT use this form as a RECORD of apprwals, concurrences disposals,
clearances, and similar actions

FROM: (Nams, org. symbol, Agancy/Post)
A/DDA

Room No.~-Bldg.

Phons No.

£041-102

. OPTIOMAL FORM 41 (Rev. 7-76)
% U.S. G.P.0. 1977-241-530/3090
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STATINTL - S _
Civil Service Reform Bill ) L
F . . EXTENSION ggiﬁr}é istﬁf |
Deputy Director of Personnel oae 7 /-* 05 / .
5-E58. S 1 6825 | 29 March 13979
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Service: (S’LS) aﬂz{ the,
‘Principles for GS-13
managers. - Per prior discussions
with the DD/A, we ave committed -

‘to <@ paper by mi m1d~ pril concemmg,

e
. s,

,_1m]._)1c,mcntat"1cm 7 of SES principles
within CIA. - We will meet with
him-and you to be-sure that our
thinking is in accord: -From -
that meeting we will-then move
into Agency coordination; i.e.,
0OGC and OLC, on a propcm 1] to thi
DDCI and DCI R :

‘ Morj,t F'cty* Pr ma:lples are
sometling else again.. These
principles will be applied to
25% of agencies in 1979, 30%
more jn 1980, and the remaining -
25% inm 1981. Tt is -our present
“thinking that the subject, the
‘application of the principles, ..o |
and administrative concerns are sa
 complicated that it would be pru~
dent for us to await the experience
of other agencies. Cextamly,
we can discuss this as well in our
f orthcoming meeting wn:h ther DH/A

m\ull be br iefing

the ting this Fr;day

14. : ' - STAT|NTL lon SES and will brief Offite Heads
: a‘t-on the Merit Pay Principles.

moT | STATINTL

15. STATINTL
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